


















































































































































































































































































































































































































































































































































RECRUITMENT PLAN 

Willmar Regional Treatment Center has actively recruited talented people from diverse backgrounds for 
all positions at the facility. However, because of the need to reduce staff levels in many occupations it is 
our intent to promote from among current employees whenever possible. Recruitment for facility 
positions is the responsibility of every manager and supervisor at the facility. The Human Resource 
Office staff provide managers and supervisors with recruitment guidance and assistance as requested. 

1. ADVERTISING 
Newspapers/Publications utilized for RN/LPN positions included: 

West Central Tribune, Willmar, MN; Swift County Monitor, Benson, MN; Granite Falls, 
Granite Falls, MN; Meeker County Independent Review, Litchfield, MN; Redwood Falls 

Paper, Redwood Falls, MN; Olivia Journal, Olivia, MN; Mankato Paper, Mankato, MN; 
Minneapolis Star and Tribune, Minneapolis, MN; Ridgewater College 
Total Responses: 6 
Total Cost: 1999-$0, 2000-$438.97 

Newspapers/Publications utilized for CDC: 
Minneapolis Star and Tribune, West Central Tribune, St. Cloud, Mankato, Howard Lake/Waverly, 
Granite Falls, Bemidji, Duluth, Albert Lea, Rochester, Minnesota Assn. Of Resources for 
Recovery and Chemical Health (MARRCH) 
Total Responses: 13 
Total Cost: 1999-$0, 2000-$2698.27 

Newspapers/Publications utilized for Psychologist: 
Minneapolis Star and Tribune, West Central Tribune, American Psychological Association, 

Monitor, 
Total Responses: 6 people called interview (3 interviewed, 1 declined job, 3 not interested) 
Total Cost: 1999-$0, 2000-$1014.24 

Newspapers/Publications utilized for Social Worker: 
West Central Tribune, Minneapolis Star and Tribune, NEWS Advertising, Washington, D.C., 
MSSA Jobs Bulletin (Minn. Social Service Asso.) 
Total Responses: 8 (3 were intervieweMi, 1 said "no·) 
Total Cost: 1999-$125.67, 2000-$681.60 

Newspapers/Publications utilized for Child Psychiatrist and Medical Director: 
Psychiatric News, Washington, D.C., Psychiatric Times, Santa Ana, AACAP Newsletter, APA 
Jsb Bank 
Medical Director Total Cost: 1999- $0, 2000- $6831.00 
Child/Adolescent Psychiatrist Total Cost: 1999 - $5546.10, 2000- $7397.80 
Local Newspapers/Publications utilized for HST positions - part time. 

During the 1998-2000 Willmar Regional Treatment Center utilized the above publications. Based on data 
collected from the response information we found no increase in our candidate pools for people of color 
and/or disability. We will continue to use the Minneapolis Star and Tribune and local papers since we 
found that those were the publications from which we received the greatest response. We are an 
outstate facility and have a difficulty recruiting anyone to come to our facility from the metro areas. We 
have received good results from local papers for our outreach mental health positions. 

2. Other methods used during 1998-2000 
WRTC has used the DOER bulletin during the reporting period. We have contacted the DHS Affirmative 
Action/Equal Opportunity Office to assist with recruitment for our professional positions. Ridgewater 
College has been a source of recruits for RN and LPN students. We provide an internship site for the 
nursing students at Ridgewater and some have applied for jobs at ourfaclllty. 
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Our Medical Director actively recruits at conventions and conferences he attends. He has attended 
conferences with the state Medical Director and actively recruited for child psychiatrists and a medical 
director to replace himself. 

The local job service has been used to hire temporary employees as needed. We have actively recruited 
talented people from diverse backgrounds for all positions at the facility. We have had no missed 
opportunities during the past two years. There is a current need to reduce staff levels in many 
occupations and it is our intent to promote from among current employees whenever possible. 

3. Job Fairs 
WRTC has not attended any job fairs in 1998-2000. We anticipate that we will not participate in any job 
fairs in 2000-2002. We have found that job fairs are not a viable recruitment method for our agency. We 
have asked DHS to include our current employment needs to interested applicants when they attend job 
fairs. 

~. Projected hiring opportunities and strategies 
The department anticipates vacancies in the 2000-2002 reporting period. There are several vacancies 
that we carry over from the current reporting period. We anticipate vacancies in the following areas: 

Child Psychiatrist 
Medical Director 
Social Worker Specialist 
Psychologist 
Chemical Dependency Counselor 
RN/LPN 
HST 

WRTC will implement the following recruitment plan to fill these vacancies: 
• Advertise positions in the Minneapolis Star Tribune, local newspapers, and appropriate 

trade journals 

• Examination announcements will be published via public bulletin boards, Career 
Opportunities Bulletin, mailings, facility postings, and by fax to community agencies and 
educational institutions. 

• The Department of Human Services Recruitment Team will be contacted for assistance 
whenever an external recruitment opportunity arises. 

• We will seek out and foster partnerships in internship programs with educational 
institutions. Internship opportunities include Psychology, Social Work, Occupational 
Therapy, Recreation Therapy, Human Services Technician, Licensed Practical Nurse, and 
others. 

• The Pathways internship program will be actively used whenever possible to provide paid 
internship opportunities to deserving students Who meet the Pathways criteria. · 

• WRTC is an equal opportunity employer and will comply with the provisions of the 
Americans with Disabilities Act (ADA) in all recruitment activities by making recruitment 
materials available in alternative formats (as requested) and by ensuring that testing, 
interview, and other meeting locations are accessible. 

5. Internships 
WRTC currently has internship programs in Psychology, Social Work, Occupational Therapy, Recreation 
Therapy, Human Services Technician, Licensed Practical Nurse and others as needed. We have hired 
individuals from the LPN internship program to work at the facility. 
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The Pathways to Human Services Careers Internship program has provided assistance to minority 
students during the summer. The last two years we have had interns working in our Volunteer Services, 
Computer (IMS) Department and within our Rehab program. 

6. Improve recruitment efforts for persons with disabilities 
WRTC has contacted our local Job Service Office and informed them of positions available and the 
possibility of hiring disabled persons. We currently have 4 Service Worker positions at the facility. We 
share information with DRS on job opportunities and also the local job service. 

7. Supported Work 
WRTC currently does not have any supported workers. We have 4 Service Worker positions that are 
similar to the supported worker program. These workers are working in our General Maintenance areas. 

We have limited supported work opportunities. Potential jobs are reviewed and many of those 
opportunities go to patients/clients of the facility as part of the Patient Pay program. In the future they 
may be reassessed as employment opportunities for individuals, but at the current time these jobs are an 
important aspect of clie_nt training and therapeutic intervention. 
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RETENTION PLAN 

WRTC will establish a coordinated plan of activities to retain valuable and talented protected group 
employees. People responsible for implementation of the retention plan include Greg Spartz, CEO; Tom 
Venaas, Human Resource Director; and Karen Ochsendorf, Affirmative Action Officer/ADA Designee. 

There have been approximately 86 people that have left WRTC since July 1, 1996. There have been 
three MOU's at the facility during this time period. Many individuals left voluntarily during the window of 
opportunity offered them. There have been 7 persons with disabilities that have left- 1 died, 2 took the 
MOU buy out, 1 retired, 3 left with a disability retirement. Three minorities have left our employment - 1 
died, 1 retired, and 1 was dismissed. No women left the facility in areas we were disparate - they were 
primarily nurses and HST's retiring, taking the MOU buy out and those just leaving. 

WRTC is also working in conjunction with DOER in the development of a computer program to analyze 
separation and MOU patterns. WRTC has been actively involved in Diversity Training opportunities to 
promote awareness, acceptance and appreciation for diversity and affirmative action. 
Employees who have left WRTC (Resigned/dismissed/retirements/transfers) 

HST 23 (1 minority MOU'd) 
LPN 10 (1 minority resigned for another job) 
ServiceWkr 1 (1 disabled - retired) 
Clerical 2 
Chaplain 1 
Dietary 8 
Carpenter 1 
GMW 3 
Painter 1 
MHPA 3 
Xray Tech 1 
RN 6 
SociaiWkr 3 
Mason 1 
Doctor 1 
AGS 3 
Sr. Manager 1 
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WEATHER AND EMERGENCY EVACUATION 

All buildings within the WRTC have conspicuously posted weather and emergency 
evacuation or relocation plans. Written plans are communicated to and readily available to 
employees at each location. Plans include alternative methods for persons with disabilities 
for notification of evacuation or relocation. Auditory signals, visual signals, and substitute 
avenues for elevator or stairway use, are included in the plans. Specific accommodations 
may be made for persons with disabilities consistent with their needs in accordance with 
reasonable accommodation request procedures. 

All employees of State Operated Services are considered Essential Employees, therefore, 
they are required to report·for work even in the eventuality of a weather emergency. In su~ 
an extraordinary event that employees must be notified not to report, alternative methods will 
be established for those employees who have disabilities that preclude them from accessing 
the standard methods of notification such as television or radio. 

These plans may be incorporated into, consistent with, substituted by or equivalent to safety 
plans. 
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